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Preamble

A number of the discussion questions included in the advance preparation package
address some of the issues that CANDO has been researching. Therefore, for the
purpose of discussion, we have prepared a copy of a study, the Royal Commission On
Aboriginal Peoples Report (the RCAP Report), completed under the guidance of
CANDO’s National Task Force on Educationand Training for the Royal Commission on
Aboriginal Peoples in Canada While the results of this study are specific to the
education and training needs of Economic Development Officers (EDOs) in Canada.
many similarities may exist for the training needs of EDOs throughout North
America.

CANDO is a national non-profit association dedicated to the professional development
of economic developers working in native communities or organizations. We are a
community based, membership driven, Aboriginal controlled organization which is
accountable to the communities for which our members work. We believe that
economic development through education and training is the key to success and we
are committed to undertaking projects which demonstrate this commitment. We
believe Aboriginal economic development will ultimately be the responsibility of
each community and we are committed to helping our members prepare Tor this task.
Professional development is a high priority for CANDO.

Relevant education is a primary determinant to the success of EDOS working in
Aboriginal communities.  Relevant training and education will provide a basis for
EDOS to develop their capacity and perform more effectively at the community level.
The CANDO Education and Training Reference Manual (completed through the IFEE
Project 1), identified over 300 educational courses and programs that are economic
development related. Ap()Joroximater 100 of the programs were designed with
Aboriginal students in mind.  However, there is a definite need for a specialized
program focusing on the actual needs of Aboriginal EDOS working in the
communities.  To get a better understanding of what these needs are and how they
can best be served, CANDO embarked upon an in-depth research project designed to
highlight actual needs, the RCAP Report.

I Identification, Facilitation, Evaluation and Employment Program
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EXECUTIVE SUMMARY: RCAP REPORT

Introduction

The purpose of this report is to present the results of a national survey of 165
Economi ¢ Devel opnent Officers(EDOs)and to evaluate how educational institutions
are responding to these needs.  This report synthesizes the findings of the Price
Waterhouse report with the findings of the CANDO Education and Training Manual,
analyzes what programs and gaps exist for Native participants and assesses the need
for a new national accredited training program for EDOS.

The idea for this report was developed t hrough di scussi ons with EDOS across Canada,
educational institutions, the Assenbly of First Nations. CANDO's Board of Directors,
and the Intervenor Partici pation Program of the Royal Commission on Aboriginal
Peopl es. These discussions coincided with the announcement by the government of
Canada to establish a Royal Commi ssion on Aboriginal Peoples (RCAP). As the scope
of this report is conducive with the objectives of the Royal Commission, funding was
secured.  On March 9, 1993 a contribution agreement was signed between the RCAP
and the Assembly of First Nations in collaboration with the Council for the

Advancement of Native Development Officers (CANDO).
In pursuit of our objectives, the following methodology was employed:

Step One: A Task Force on Education and Training was established
consisting of Native EDOS and selected academics.

Step Two: The consulting services of Price Waterhouse were engaged to
design, pre-test, Conduct, and anal yze the resuits of the
speci al i zed questionnaires under the supervision of the Task
Force steering conmttee.

Step Three: The results of the survey were analyzed by Price Waterhouse
and interpreted by CANDO'’ s Task Force.

Step Four: The findings of the survey, the Task Force interpretation, and the
IFEE Project were synthesized and a final report with
recommendations was submitted to the Roya Commission in
September 1993.

Part 11 of t his docunent contains the Task Force Recommendations and
I nterpretation of the Price Waterhouse Repon.
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REPORT SUMMARY

The following report is based on a telephone survey of Economic Development
Officers (EDOs) from across Canada. The objective of the survey was to determine the
training needs of EDOS and their interest in a training program designed specifically
to meet their needs. Price Waterhouse was contracted to develop, conduct and analyze

this survey in conjunction with CANDO. Price Waterhouse successfully interviewed
165 EDOS from a database of 331 names, a response rate of 50%.

SURVEY HIGHLIGHTS

Support for a specia training program for Native EDOS is strong.

.84% of survey respondents reported that a special training program designed
for Native community EDOS would be valuable t o t hem

.95% of those who favored a special training program agreed that the program
shoul d be accredited.

+ 50% prefer a nodul ar approach to the training and are willing to spend nore
than five weeks per year to participate in such a program.

There is a strong preference that this training be delivered by a Native training
institution.

The Communities

General |y, EDOS serve relatively small, but accessible conmunities.
.The level of eml oyment in the comunities tends to be | ow and Governnent
is usualy the primary employer.
.Most respondents felt that tourism and small business hold the greatest
potential for future employment.

The majority of communities have economic, capital, and community development

plans in place. More importantly, in the majority of cases, these plans are being
used.

The Respondents

The vast majority of EDOS who participated in the study are Native, between the ages
of 35 to 44.

.78% are male and 22% are female.

.English is the working language of 88% of the respondents.
.7% work in their Native language.

Approximately 50% of EDOS have between one and five years Of experience in
economic development.
.More than 50% have been in their current jobs between one and five years.
.They are generally well-educated, with about 46% reporting that they have
completed college or university.
.The level of education differs between Native and non-Native respondents; a

greater proportion of non-Native respondents have completed post-secondary
education.
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EDOS most often work for band or tribal councils and there is usually one level
between them and the governing body.
.They are not likely to have other EDOS reporting to them.
.They generally work as full-time EDOS, however, their role is often combined
with other related areas such as conmunity and busi ness devel opnent.

Knowledge and Skill Gaps

The results of the survey identified a number of gaps in the knowledge and skills of
current EDOs. A gap was considered to exist if the knowledge or skill in question was
rated by EDOS to be very important to their job, and if EDOS perceived that they had

insufficient knowledge or skill in that area.  Gaps highlight the need for more
focused and relevant training.

58% of respondents reported that they have sufficient knowledge in the various
areas queried.
.EDOS are less knowledgeable about the business and economic aspects of
economic development than they are about their communities and government.
More than 50% of EDOS reported that they had insufficient knowledge about:
environmental legislation; business corporations acts; sources of labor market
information; economic principles; and business taxation.

- Native EDOS were more likely than non-Native EDOS to report that they had
insufficient knowledge.

In some areas, women were more likely than men to report insufficient knowledge.
.Female respondents were more likely than male respondents to state that they

had insufficient knowledge of economic principles and business corporation
acts.

63% of EDOS perceived themselves as having sufficient skills for their job.
.However, EDOS were more likely to report that they were insufficient in the
skills that are necessary to implement economic development opportunities..
.These skills consist of: assessing the feasibility of economic and business
plans: developing plans; developing economic policies; motivating and
supporting businesses; facilitating cultural expression: training; and managing
natural  resources.

Mae and female EDOS responded significantly different on skill levels in three areas.
+ Mae EDOS were more likely than female EDOS to report that they had sufficient
skills for: making presentations; identifying economic opportunities; and
developing plans.

Native and non-Native EDOS responded differently in some areas.
.Native respondents were more likely than non-Native respondents to report
that they had insufficient skill in: writing; making presentations; managing
financial resources; identifying economic opportunities; assessing
economic/business opportunities and plans; and developing policy.



S atinndch e A N

C/A\m Page v

CONCLUSIONS

The results indicate that Economic Devel opment O ficers recognize that additional
rel evant training and devel opnment is required to provide them with the knowiedge
and skills to realize their potential and the potential of their conmuniti es. EDCS

indicated strong support for a program designed specifically to meet their needs and
they want the programto provide themwith certification.

The results of this survey indicate there is SUppOrt for and an opportunity for CANDO
to further explore the possibility of establishing specific training for Native
community EDOs.  Considerations in developing a training program include the cost
of curriculum design and development, the cost of implementing the program, the
transferability of skills, and the recognition of the program by non-Native
government/community  employers.

CANDO has identified two approaches which can be used to develop a training
program for EDOs: 1) CANDO can design and develop a training program or
alternatively, 2) CANDO can promote relevant, existing courses/programs currently
available through post-secondary institutions.

CANDO is currently designing a national Native Economic Developers’ Traininﬂ
Program in cooperation with seven post-secondary institutions. ~We hope to use bot
approaches to address education and training needs. The decision toaccredit a
program or course is a separate issue and will be based on the value that
accreditation can bring to those who take the program.
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1.0 Background

Leaders of Aboriginal communities must contend with a variety of economic and social
issues while at the same time providing a viable future for community members. They
need to have a vision of what their community can achieve and integrated economic
and human resource development strategies to realize that vision. They must balance
social, cultural and spiritual, political and organizational development with the economic

development of their communities.

One of the key players in the development of the community is the economic
development officer (EDO). At the strategic level, EDOS must continually plan and think
about ways to deveiop the economic capacity of their communities. They must have a
clear understanding of the environments in which they work (i. e., the community and
its human and other resources, government policy, business) in order to be effective in
providing advice and direction to community leaders. At the individual level, EDOS

must work with the people in their communities to encourage business and skill
development. All this must occur while balancing the traditional culture and spiritual
needs of the community. Thus, an EDO requires a broad range of skiils to analyze the
current situation, assess the community’s potential, and design and effect a strategy to
support and increase community weil being.

In addition to a demanding community environment, the political environment in which
the EDO works can be unstable. The EDO may report to the band manager or
governing organization. (In many instances the EDO is the band manager. ) Community
governments are generally elected for a two-year term (as outlined in the Indian Act, ss.
78. the chief and councillors of a band hoid office for two years). A change in
government often means a change in band management and a change in objectives.
The career of the EDO may be short. At the very least, it requires flexibility. Either
way, an EDO naeds the skills to learn his/her job very quickly and to achieve immediate

results.

There are approximately 300 Economic Development Officers in Canada. While each
EDO faces a set of challenges unique to his or her community, they aiso faces many

common challenges. Recognizing the need to consult with each other, a group of EDOS



Council for the Advancement of Native Development Officers
Training Needs Analysis of Economic Development Officers Page 2

established the Council for the Advancement of Native Development Officers (CANDO).

CANDO is a non-profit organization

devoted to the promotion of economic The mission of CANDO is . . . “TO
actively promote and provide
professional development and
networking opportunities for
Canada. The founding members economic developers working to
strengthen Native economies
across Canada.”

development through the support of

EDOS in Native communities across

envisaged it as an organization which

would help its members to perform

effectively at the local level by

increasing their skills and abilities. The primary vehicles CANDO utilizes to achieve its
mission are communication, networking and training. Through these means, EDOS have
the opportunity to improve their skills and knowledge in economic development. In
turn, EDOS will be better equipped to meet the requirements of their communities.

(Please refer to Appendix 1 for more background on CANDO.)

To this end, CANDO approached the Royal Commission on Aboriginal Peoples to fund
an analysis of the training needs of native community EDOs. A survey was determined
to be the best approach for the study, and Price Waterhouse WaS contracted to design
and conduct the survey. A national Education and Training Task Force was established
by CANDO to work with Price Waterhouse in the design and development of the
guestionnaire and the analysis and interpretation of the results, and in developing the

conclusions. (Please refer to Appendix 2 for a list of Task Force members. )
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2.0 Objectives and Methodology

In this section, we describe the objectives of the project, highlight the approach taken

to conduct the project and report the response rate to the survey.

21  Objectives

The overall objective of the survey was to determine the training needs of EDOs. The
survey also explored EDQ’s interest in an accredited program for EDOs. The information

obtained will assist CANDO in designing a training program for EDOS and in determining

the organization’s role in such a program.

2.2 Methodology

The approach we took in deveioping the questionnaire was highly participatory. We
drew on the knowledge, expertise and experience of a variety of individuals. The
design and development of the questionnaire was directed by a task force composed of
representatives from the CANDOQO executive, educational institutions, Aboriginal

associations and EDQs. Their input and guidance was invaluable.

In addition, we consulted a group of EDOS in a focus group forum and pre-tested the
guestionnaire with other EDOS in telephone interviews, More detail on our approach is

provided in the following sections.

221 Approach

This assignment was conducted in three broad phases. In Phase 1, we designed and
developed the questionnaire in consultation with the Task force. In addition, we
conducted a focus group with EDOS in the Edmonton area to determine the response
categories for the questions posed in the questionnaire. We then pre-tested the
guestionnaire by telephone and the questionnaire was finalized based on the feedback

from the pre-test. The participants for the pre-test were chosen at random from the list
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of EDOS provided by CAN DO. We also translated the questionnaire into French for the

benefit of respondents in Quebec and New Brunswick.

In Phase 2, we conducted the telephone survey. We used our National Survey Centre,
located in our Ottawa office, to conduct the telephone survey. Interviews were
conducted in English and French, based on respondents’ language of choice. We hired

three Aboriginal interviewers to complement our Survey Centre staff.

As the telephone interviews were conducted, interviewers entered responses directly to
the computer-assisted telephone interview system. Once the interviews were complete,

the data were cleaned and downloaded for analysis by Statistical Package for the Social
Sciences {SPSS]).

In the final phase of the project, the results were analyzed, interpreted and synthesized,

and the report was prepared.

2.2.2 About the database

The database for the survey was developed from a variety of sources, including regional
lists of Economic Development Officers supplied by the Department of Indian Affairs
and Northern Development and CANDO’s inventory. A separate contract was let with a
consultant to develop the database. The consultant compared the various lists ang,

where there were discrepancies in the names, called to verify.

The database provided to Price Waterhouse consisted of 383 names. We called every

telephone number on the list. As the survey progressed, we updated the list.
Numerous telephone numbers were not in service; and in some cases, the names in the
database were not EDOs. In cases where the EDO had changed, we asked for the
name of the current EDO. The current database contains 331 names. Of those, 36

“were not available for the duration of the study” and 25 “declined to participate. ”
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2.2.3 Response rate

In all, we interviewed 165 EDOS for a response rate of 50 percent. Response rate by

region is provided in Table 1, following.

Table 1: Response Rate by Region

Responses Atlantic Quebec Ontario Prairies Pacific
Valid Numbers 32 40 97 81 61
Completed 16 15 56 46 32
Response Rate 50% 38% 58% 57% 52%

2.2.4 Statistical significance

The principle modes of analysis were frequencies and cross tabulations. The

significance of relationships between variables was assessed at a level of p < .05, that

is, a statistical significance of less than.05indicates a relationship between two

variables.
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3.0 Findings

In this section, we discuss the findings from our analysis of the survey. A copy of the

questionnaire is attached in Appendix 3. Response rates by question are provided in

Appendix 4,

3.1 Key Findings

Our analysis of the survey results identified gaps in both knowledge and skills of
current EDOs. A gap was considered to exist if the knowledge or skill in question was

rated by EDOS to be very important in their job, and if EDOS perceived that they had

insufficient knowledge or skill in that area.

Respondents were more likely to report that they had sufficient knowledge about the
culture of their communities and government programs and agencies than about the
economic and business information required to implement economic development plans.

The major knowledge gaps occur in:

L] environmental legislation;

L] business corporations acts; -
L sources of capital for funding businesses;

L] economic development in other Native communities;

® sources of labour market information;

L4 economic theory and principles;

® business taxation; and

L land and natural resource management.

Similarly, respondents reported less sufficiency in those skills related to implementing

economic development plans. The major skill gaps occur in:

J making presentations;
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. assessing economic/business opportunities and plans;
. developing plans;
. developing economic theory;
. motivating and supporting businesses;
. facilitating cultural expression;
. training; and
. managing natural resources.

Some of the gaps in knowledge and skills are related to gender, education and whether

the respondent was Native or non-Native.

There is overwhelming support for a special training program for economic development
officers to Native communities. Eighty-four percent of respondents agreed that a
training program designed for Native community EDQOs would be valuable to them in
their jobs. Moreover, there is a strong desire for an accredited program. Respondents

expressed a preference for a modular approach to training and for training provided by a

Native training institution.

3.2 The Community Environment

v Generally, respondents serve relatively small communities. Communities
tend to be easily accessible. Employment in tha communities tends to be
low.

v/ Government is tha primary employer in most communities. Tourism and

small business were named most often as providing the greatest
potential for future empioyment.

4 Most communities have plans for community development (e.g..

economic, capital, community development). Where those plans are in
place, the vast majority are being used.
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3.2.1 Size and accessibility of communities

The majority of respondents serve
relatively small communities. In
fact, only a small proportion, less

than five percent, serve

communities with a population of 501-1000 LOSEJ&""“ 100
21.0% 10000+ 1.0%

more than 5,000 people. Please
5001-10000

refer to Figure 1. About 2/3 of 4.0%

respondents indicated their clients

live both on and off reserve. 1001-5000

36.0%

The 165 respondents serve a total Figure 1: Community Population

of 491 communities. However, .

the majority of respondents (73 percent) serve only one community. Of those who are

responsible for more than one community:

. the average number of communities they serve is eight;

J about 50 percent serve two to five communities while 25 percent serve
10 or more.

About 70 percent of EDOS *

a Easily Accessible
1Somownu Accessiole
Limited Access

serve communities that
could be described as
easily accessible.

Accessibility was defined

according to the means by

20 40 60 80 100 120
which one could access a

. A
community.  Please refer Figure 2: Community Accessibility

Those communities that could not be accessed by either a paved or unpaved
road are described as “limited access. ” Communities that are accessed by a
paved or unpaved road only or an unpaved road and any other means (e.g., rail,
air, water) are described as “moderately accessible, ” while those communities
that can be accessed by a paved road and any other means are described as
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to Figure 2.

3.2.2 Employment and employers

Employment in the communities

tends to be relatively low. Only Percent Aesponcents
40

19 percent of respondents
reported a full-time employment 30
rate of more than 50 percent in
their communities. Most *
respondents reported a full-time wf

employment rate of 10 to 35

percent_ Part-time em p|0yment Less than 10% 10 - 20% 21- 35% 26. SO% More than 50%

also appears to be low. Please ® Full-time ® Pert-time

refer to Figure 3. Figure 3: Employment in the Communities

In the majority of cases, government was reported as

being a primary employer in the communities. After

government, traditional industries (e.g., fishing,

- = ]”
hunting, trapping, agriculture, arts and crafts) were
named most often. Please refer to Figure 4.
In those communities where tourism, manufacturing, Parear Aomerass

oil and gas and forestry were reported to be major

employers, 72 percent of respondents indicated that Figure 4: Primary Employers
these industries had an overall positive social impact

on the community. Only six percent reported a negative impact, and the remainder
reported no impact. About 50 percent of respondents indicated that these industries

had spurred the development of spin-off businesses.

Referring to Figure 5, tourism and smali business were named in 50 percent of cases as

providing the greatest potential for future employment in the communities. Traditional

“easily accessed. ”

WTEORET Y
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industries were thought to

continue to hold future
employment opportunities.

However, compared to present

employment, there was a strong

indication that primary industries

(e.g., oil and gas, mining and

30
forestry) offered potential, This

capacity is a promising finding for

those companies wishing to do

business with Aboriginal communities.
3.2.3 Community plans

About two-thirds of respondents indicated that their communities have current
community profiles, economic development plans, community development plans and
capital plans. Fewer reported that they have human resource development, natural
resource management and land use plans. It is encouraging to note that the vast

majority of those who reported current plans indicated that the plans were being used.

3.3 The Organizational Environment
v EDOS most often work for band or tribal councils, and there is usually
one level between them and the governing body.
v EDOS are not likely to have other EDOS reporting to them.

v EDOS generally work as full-time EDQOs, though their role is often

combined with other related areas such as community and business
development.

3.3.1 Organizational structure

Nearly 70 percent of respondents work for bands. The remainder work for settlements,

district chiefs, tribal councils, development corporations and Aboriginal businesses.
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Only 30 percent report directly to the governing body. Another 60 percent have one or

two people between them and the governing body.

EDOS are more likely to work independently, that is, the majority of EDOS do not have

other EDOS reporting to them. Where they do, there are generally one or two EDOS
reporting to them. Only in a small proportion of cases do EDOS have more than five

EDOS reporting to them.

3.3.2 The role of the EDO

Percent Rssponsaes

35[

Comm. Dev. Education Band Mngr Band Gov't Treining
Emg. Couns. Bus. Dev. Mngmm Dev. Corp. Consuiting

Figure 6: Other Roles of EDOs-
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Seventy-nine percent of respondents described their role as EDO as full-time. However,
economic development is generally not their sole responsibility. In fact, 76 percent of
respondents reported they work in other areas as well, particularly community
development, employment counseling, business development and band management.
Please refer to Figure 6. Fewer claimed education counseling as part of their role.

This result is not surprising as more than 75 percent of respondents indicated that there

are education counselors in their communities.

EDOS spend their time assisting people who come to them for advice, evaluating
business plans and preparing proposals and applications for funding. The degree to
which EDOS perform these activities varies. Referring to Figure 7, 53 percent of
respondents reported that, on average, more than 11 people seek their advice or
assistance in a month. About 25 percent of

respondents reported that they evaluate between five

and 25 business plans per month and 44 percent
reported that they prepare more than five proposals

or applications for funding per month.

3.4 A Demographic Profile of EDOS il L I
v/ Respondents generally have between —— i

) - B 00000 %BuinOamemn-
one and five years of experience as an

EDO and have been in their current
jobs for between one and three years.

v/ Respondents are generally well-
educated, with almost half reporting Figure 7. EDO’s Time
that they have completed college or
university. A greater proportion of Allocations

non-Native respondents have
completed post-secondary education compared to Native respondents.

v/ The majority of respondents are Native males between 35 and 44 years
of age.

v/ English is the working language of 88 percent of respondents.
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Generally, respondents have between one and five years of experience as EDOs.

Twenty-two percent have been in their jobsfor one year or less and 36 percent have

been in their jobs for between one and three years.

Just over one-third have more than

five years of experience. The relative inexperience may be a reflection of band council

dynamics as outlined in the background to the report.

About three-quarters of respondents have some post-secondary education. Forty-six

percent of respondents reported that they have completed college or university. The

majority of those who have completed post-secondary education have taken programs

in business.

There was a significant difference in tevei of education between Native and non-Native

respondents. Referring to Table 2, 74 percent of non-Native respondents reported they

had completed college or university compared to 39 percent of Natives. Level of

education affects the perceived sufficiency of knowledge and skill requirements.

Table 2: Level of Education by Native versus non-Native

Education High School Some Post- Completed Total
Status or Less secondary Post-secondary Response
=== === == e
Native 31% 30% 39% 100%
non-Native 1 2% 14'% 74% 100%

Twenty-one percent of respondents reported that they have a professional designation.

Approximately one-quarter of those have a designation in economic development.

The majority of respondents are Native. Specifically:

. 49 percent are status;

. 21 percent are treaty;

. 6 percent are non-status; and
. 3 percent are Métis,

Twenty-nine percent of respondents are non-Native.

None of the respondents are Inuit
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or Innu.

English is the primary working language of 88 percent of respondents. Only seven

percent reported a Native language to be their primary working language.

25-34
31.0%

Few respondents are under 25
years of age. In fact, 31 percent
are between 25 and 34 years of

age and 47 percent are between Under 25 2.0%

35 and 44 years of age. The 35-44 |

i 47.0%: Over 45
remainder are over 45 years of 20.0%
age. Please refer to Figure 8.

Thus, it would appear that EDO’s Figure 8: Respondents by Age

tend to begin their careers at a

rather late age.

Seventy-eight percent of respondents are male. Eighty-nine and 87 percent of
respondents, respectively, reported that gender did not limit training or career

opportunities.

3.5 Knowledge and Skill Requirements of EDOS .

v Respondents were more likely to report they have sufficient knowledge
about items relating to their communities and government than thay do
about the business and economic aspects of economic development.

v Similarly, respondents were less likely to indicate sufficiency in the skills
required to bring about economic development.

v There were some differences in responses by gender, education and
whether the respondent was non-Native or Native.

Through the process of designing the questionnaire, the Task force developed a
comprehensive list of knowledge and skill requirements for EDOs. These requirements

were based on the experience of members of the Task force as EDOS and other leaders
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in Native communities.

Task Force members defined the following knowledge and skill requirements for EDOS

as necessary to perform their jobs:

Table 3: .Xnowledge ard Skill. Rranricamants

Knowledge Requirements | Skill Requirements

the Indian Act e communicating in writing
e environmental legislation .. communicating verbally
business corporations acts e conducting research
government funding programs * making presentations and speeches
e government training programs ¢ managing financial resources
e sources of capital for businesses e managing people
e economic development activities of * identifying economic opportunities
surrounding communities . assessing the feasibility of
¢ sources of labour market information economic/business opportunities and
e education and training providers plans
e theory and principles . developing plans, e.g., business,
business taxation economic
home-based businesses . developing economic policies

o values and cultures of your motivating and supporting
community businesses

negotiating

¢ industries in your area

e government agencies in your facilitating groups

community

project management
networking with people”

e other support agencies

e economic development activities of counseling people
other Native communities ® organization development
land and natural resource
management

facilitating cultural expression
training people

* managing natural resources

The knowledge and skill requirements of EDOS were analyzed using a statistical
technique known as factor analysis. This technique allows information to be grouped
and analyzed in meaningful clusters. It analyzes the internal structure of a sat variables
to identify any underlying constructs. Although we have a set of different variables
measuring different things, subsets of these variables may be measuring more general

principles. The factor analysis grouped the skill and knowledge requirements according
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to their underlying constructs into more general conceptual groupings. These “factors”
were then named to correspond to the subsets of variables which they represent. The

results are discussed in the following sections.

3.5.1 Knowledge requirements

For the purposes of this study, knowledge is defined as the theoretical or practical
understanding of information and principles. Respondents were asked to indicate how
important they thought each knowledge item was to their jobs and whether or not they

believed they had sufficient level of knowledge in each area to perform their jobs.

In general, respondents agreed that all the knowledge items were important in their
jobs. However, some knowledge items were more likely to be considered by EDOS as
very important to their jobs than others. For example, respondents were most likely to
report that knowledge of government funding programs, sources of capital and
community culture and values are very important to their jobs compared to knowledge
of environmental legislation, economic development in other Native communities,

business corporations acts, the Indian Act and economic theories and principles.

Overall, 58 percent of respondents reported that they had sufficient knowledge in the
various areas. Closer examination of the responses reveals that respondents are more
likely to report insufficient levels of knowledge about items related to the business and

economic aspects of economic development than about their communities and

government support programs.

The factor analysis grouped the knowledge items into four categories, which we named

government support, community issues, business tools/theory and external information.

o Government support includes government funding programs, government
training programs, government agencies in the community and other
support agencies.

Community issues includes land and natural resource management,
economic development opportunities in other Native communities,
economic development in surrounding communities, community culture
and values, industries in the area and the Indian Act.
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U Business theory and tools includes business corporations acts, sources of
capital, economic theory and principles, business taxation and home-
based businesses.

. External information includes environmental legislation, sources of labour
market information and education and training programs.

Table 4 groups the knowledge items by factor. It shows the proportion of respondents
who reported that aknowledgeitemwas very important and the proportion who
reported that they had insufficient knowledge in those areas, Shaded rows indicate a
significant knowledge gap, that is, areas where the majority of respondents reported
that the item was very important but that they had relatively insufficient knowledge of

that item.

Gaps in knowledge tend to be concentrated in areas related to business theory and
tools and external information. More than 50 percent of respondents reported they
have insufficient knowledge of three items related to business theory and tools and two
items related toexternalinformation; yet, more than60 percent of respondents rated

those same items are very important to their jobs.

Table 4: Importance and Level of Knowledge

Insufficient
Knowledge (%)

Knowledge Item Very important {%])

Government Support:

Government funding programs 94 26 )
Government training programs 77 37
Government agencies in the community 69 22
Other support agencies 71 26

Community Issues:

land and natural resource management 81 46
Economic development in other Native communities 62 50 |
Economic development in surrounding communities 68 43
Community culture and values 89 24
Industries in the area ” 75 | 30

Indian Act 56 35
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Business Theory/Tools:
Business corporations acts 62 52
Sources of capital 91 40
Economic theory and principles 65 51
Business taxation 68 55
Home. based businesses 70 32
Knowledge Item Very Important (%) K insufficient
nowledge {%)

External Information

Environmental legislation 62 66
Sources of labour market information 66 51
Education and training programs 62 41

3.5.2 Response differences

In some cases, the importance of the various knowledge items and the level of

sufficiency of knowledge differed by gender, education and whether the respondent

was Native or not.

Women were more likely than men to repor insufficient skills and knowledge in the

following areas:
. 34 percent of females compared to 54 percent of males indicated they
had” sufficient knowledge of economic theory and principles; and

. 24 percent of females compared to 55 percent of males reported they
had sufficient knowledge of business corporations acts.
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In several cases, there were significant differences between how important Native EDOS

and non-Native EDOS rated knowledge items.

Please refer to the following tables.

Table 5: Knowledge of Indian Act Very Important Somewhat Not Important
Important

T EEEEEEEEE——

Native 64% 34% 2%

Non-Native 29% 54% 17%

Table 6: Knowledge of Sources of Very Important Somewhat Not Important

Capital for Businesses Important
0 | S S

Native 94% 4% 2%

NonNative 80% 17% 3%

Table 7: Knowledge of Business Very important Somewhat Not Important

Taxation Important
T EEEEEEEEE——

Native 73% 17% 10%

Nonnative 50% 38% 12%

Table B: Knowledge of Environment Very Important Somewhat Not Important

Legislation Important .
T EEEEEE——

Nat we 69% 26% 5%

Non- Native 37% 51% 12%

Table 9: Knowledge of Labour Market Very Important Somewhat Not Important

Information Important
0 | S R s

Native 74% 24% 2%

Non-Native 33% 40% 27%

While Native respondents tended to place greater importance on many knowledge items

compared to non-Native respondents, they tended to be less confident about the

sufficiency of their knowledge in a number of areas. Please refer to Table 10. The

response differences may be due to of educational differences or may be culitural; that
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is, non-Native respondents generally may be more likely than Native respondents to

report that they are knowledgeable.

Table 10: Sufficient Knowledge in . . . Native (%) Non-Native (%)

Government Support:

Government training programs 59 79

Other support agencies 70 90

Community Issues:

Land and natural resource management 50 Al

Industries in the area 65 88

Business Theory/Tools:

Business corporations acts 40 77
Sources of capital for businesses 56 76
Economic thearv and, srincipies I 42 76

Externail Information:

Environmental legislation 29 50

Sources of labour market information 44 67

On the other hand, 80 percent of Native versus 63 percent on non-Native respondents
reported that they had sufficient knowledge of the culture and values of their

communities.
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For some knowledge items, there was a relationship between the level of education of

respondents and their level of knowledge. However,

the differences were not

concentrated in any particular factor. Respondents with a higher level of education

were more likely to report that they had sufficient knowledge of the following items:

Table 11: Knowledge of Government Training
Programs

Sufficient
Knowiedge (ve)

Insufficient
Knowledge (%}

Development in Surrounding Communities

Less than high school 27 73
Completed high school 62 38
Some university/college 62 38
Completed university/college 75 25
Table 12: Knowledge of Economic Sufficient Insufficient

Knowledge {%)

Knowledge (ve)

Less than high school 32 68
Completed high school 50 50

Some university/college 46 54
Completed university/college 73 27
Table 13: Knowledge of Economic Theory and Sufficient lnfufﬁcient
Principles Knowledge (%) Knowiedge (o)
Less than high school 18 82
Completed high school 15 85
Some university/coilege 44 56
Completed universityl/college 71 26
Table 14: Knowiedge Business Taxation Sufficient Insufficient

Knowledge (Ye)

Knowledge (%)

Less than high school 5 95
Completed high school 50 50
Some university [college 42 58
Completed university fcollege 57 43
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There was a significant difference in responses by region of residence in one area of
knowledge, that of business corporations acts. Please refer to Table 15. Respondents
from the Prairies were more likely to report they had sufficient knowledge in this area

than other respondents.

Table 15: Knowiedge of Business Corporation Sufficient (%) insufficient (%)
Acts

British Columbia [Yukon 44 46

Prairies {including the Northwest Territories] 73 27

Ontario 30 70

Quebec 54 46
Atlantic 43 57

There were no significant differences in responses in either importance of knowiedge
items or level of knowiedge by age of respondent, of experience as an EDO, size or

accessibility of the community.

3.5.3 skill requirements

For the purposes of this study, a skill is defined as tha ability to apply knowledge
appropriately to complete an activity. Respondents were asked to indicate how
important they thought each skill was to their jobs and whether or not they beiieved

they had sufficient level of skiil in each area to perform their jobs.

The vast majority of respondents thought that ail the skills described in the
questionnaire were very important to their job. Overall, 63 percent of respondents

reported that they had sufficient levels of skill in the various areas.
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The factor analysis organized the skills into four categories which we named
economic/community development skills, economic/community planning skills,

management skills and communication skills.

d Economic/community development skills includes developing economic

policy, motivating and supporting businesses, facilitating cultural
expression, making presentations, conducting research, facilitating
groups, counseling people and developing your organization.

. Economic/community planning skills includes assessing
economic/business opportunities and plans, developing plans, identifying
economic opportunities and negotiating.

. Management skills includes training, managing natural resources,
managing financial resources, managing people and project management.

d Communications skills includes communicating in writing, verbal
communication and networking.

Table 16 groups the skills by factor. It shows the proportion of respondents who
reported that a skill was veryimportant and the proportion who reported that they had
insufficient skill in those areas. Shaded rows indicate a significant skill gap, that is,
areas where the majority of respondents reported that the skill was very important but

that they had relatively insufficient skill in that area.

Overall, respondents were most likely to indicate sufficiency in communication skills
and least likely to report that they had sufficient skills in the area of
economic/community development. The largest skill gap was in developing economic
policy. While 80 percent of respondents indicated that this skill was very important in
performing their jobs, more than 50 percent reported that they had insufficient skill in
this area. In addition, respondents were less confident about their skills in managing

natural resources, training and assessing economic/business opportunities and plans.
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Table 16: Importance and Level of Skill

Skill Very Important insufficient Skill
(%) Level (%)
Economic/Community Development Skills:
Developing economic policy || 80 54
Motivating and supporting businesses 82 42
Facilitating cultural expression 64 55
Making presentations 84 40
Conducting research 82 29
Facilitating groups 73 36
Counseling people 82 29
Developing your organization 87 35
Skill Very important Insufficient Skill
(%) Level (%)
Economic/Community Planning Skills:
Assess economicfbusiness opportunities and plans 92 49
Developing plans 93 40
Identifying economic opportunities 91 30
Negotiating 88 34
Management Skills: *
Training 83 52
Managing natural resources 79 62
Managing financial resources 93 28
Managing people 87 28
Proigct management " 81 ., 29
Communications Skills:
Communicating in writing 97 22
Verbal communication 96 15
Networking 88 25
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3.5.4 Response differences

In some cases, the importance of the various skills and the level of sufficiency of skills

differed by gender, education and whether the respondent was Native or not.

Male and female respondents differed on three skills:

. 38 percent of females compared to 67 percent of males said they had
sufficient skill in making presentations;

. 49 percent of females compared to 76 percent of males reported
sufficient skill in identifying economic opportunities; and

. 41 percent of females compared to 66 percent of males indicated they
had sufficient skill in developing plans.

There were significant differences in the perception of Native and non-Native
respondents about the importance of some skills to their jobs as EDQOs. Native
respondents were more likely to report that the following skills were very important to
their jobs compared to non-Native respondents. In all but one case, the skills are in the

area of economic/community development.

Table 17: Skill in Developing Economic [ Very Important Somewhat Not Important

Policy Important
0 | S R |

Native 84% 13% 3%

Non. Native 64% 30% 6%

Table 18: Skill in
Motivating/Supporting Businesses

Native

Very Important

86%

Somewhat
Important

13%

Not Important

1%

Non-Native ||

67%

27%

6%




TR e s TR R AT

Council for the Advancement of Native Development Officers
Training Needs Analysis of Economic Development Officers

Page 26

Table 19: Skill in Making Very Important Somewhat Not Important
Presentations Important
. ____________________________ ______________ ___|
Native 87% 12% 1%
Non-Native 71% 17% 12%
Table 20: Skill in Conducting Very Important Somewhat Not Important
Research Important
. _____________________________________________|
Native 87% 12% 1%
Non-Native 63% 28% 9%
Table 21: Skill in Negotiating Very Important Somewhat Not Important
Important
. ___________________________ __________ ___|
Native 92% % 1%
Non-Native 74% 17% 9%

In addition, Non-Native respondents were more likely than Native respondents to report

that they had sufficient skills in some areas.

Table 22: Sufficient Skill in . .. Native (%) Non-Native (%)
Economic/Community Development SKkills:

Developing economic poficy 40 70

Making presentations 55 80
Economic/Community Planing Skills:

Assessing economic/business opportunities 54 88

and plans

Identifying economic opportunities 64 91
Management Skills:

Managing financial resources 67 91
Communication Skills:

Communicating in writing 75 g1
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Level of education also influenced how respondents reported their sufficiency in some

skills. Respondents with higher levels of education were more likely to report sufficient

skill in the following areas.

Table 23: Skill in Developing Economic
Policy

Sufficient Skills (A)

Insufficient Skills (%)

Less than high school

14 86
Completed high school 36 64
Some university [college 38 62
Completed university/college 64 36

Table 24: Skill in Making
Presentations

Sufficient Skills (Ye)

Insufficient Skills (%)

Less than high school 27 73
Completed high school 437 57
Some university/caollege 67 33
Completed university/college 71 29

Tabte 25: Skill in Assessing Business/
Economic Plans and Opportunities

Sufficient Skills (%}

Insufficient Skills (Ye)

Less than high school 36 64
Completed high school 57 43
Some university/college 48 52
Completed university /college 78 22

Table 26: Skill in Identifying Economic
Obportunities

Sufficient Skills (%)

—

Insufficient Skills (%)

Less than high school | 54 46
Completed high school 52 48
Some university/college | 56 44 .
Completed university/college | 87 13
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Table 27: Skill in Developing Plans Sufficient Skills (Ye) Insufficient Skills (%)
—

Less than high school 32 66

Completed high school 48 52

Some university/college 53 47

Completed university jcollege 76 23

Table 28: Skill in Managing Financial
Resources

Sufficient Skills (%)

Insufficient Skills (Ye)

Less than high school 50 | 50
Completed high school 67 33
Some university Icoliege 62 38
Completed university icollege 85 15 |

Table 29: Skill in Communicating in Sufficient Skills (%] Insufficient Skills (%)
Writing '

Less than high school 41 59
Completed high school 67 33
Some university/college 77 23
Completed university /college 93 7

Table 30: Skill in Communicating
Verbally

Sufficient Skills (Ye)

Insufficient Skills (Ye)

Less than high school 54 46
Completed high school 66 14
Some university/coliege 84 16
Completed university lcollege 93 7

There was no significant difference in responses to either importance of skills or level of

sufficiency by region in which respondents resided, age of respondent, experience as

an EDO, size or accessibility of the community.
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3.6 Training

v Over three-quarters of respondents have attended some job-related
training in the past two years.

v/ The majority of respondents preferred to attend training during the
daytime, to learn with a group of people, and to attend training during
the winter.

v/ Lack of time is a major factor inhibiting their ability to attend training.

v/ Respondents generally agree that current training programs meet their
needs.

The majority of respondents have attended some job-related training in the last two
years. Thirty-five percent reported that they had more than 25 days of training.
Twenty-three percent reported that had not received any training in the last two years.
While 53 percent of respondents indicated a preference for training offered in the
daytime, 46 percent reported no preference. Although half the respondents expressed
a preference for learning in a group, 43 percent indicated that they had no preference
between learning in a group and learning on their own. The majority of respondents

reported a preference for training during the winter season.

Seventy-three percent of respondents agreed that lack of time contributed to their

inability to attend training. Cost of training and family obligations inhibited 60 and 36

percent of respondents, respectively, from attending training.

Almost two-thirds of respondents reported that current training programs met their
training needs to some extent, while one-fifth agreed that they met their needs to a

great extent.
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3.7 Accreditation for EDOS

v The vast majority of respondents support a special training program for

EDOS to Native communities.
accredited program.

Of those, most are in favour of an

v Respondents prefer a modular approach for the training program, and
that tha training be given by a Native training institution.

v The majority of respondents are willing to spend mora than five weeks to

take such training.

An overwhelming proportion of respondents, 84 percent, reported that a special training

program designed for Native community EDOS would be valuable to them in their jobs.

Ninety-five percent of those who favoured a special training program thought that the

program should be accredited.

A modular approach to

training was preferable to
the majority of
respondents, 54 percent.

Please refer to Figure 9.

I ! Correspondence
Collega/University
Modular

n-house
internship

No oretersnce

In addition, respondents

generally preferred that

120
Percent Respondents *

the training be given by a

Native training institution.

Figure O: Approach tO Training Program

Please refer to Figure 10.

Respondents are generally
willing to commit their
time to the program.
Fifty-five percent said they

are willing to spend more

1M colegeruniversny
Private nstitution
Qutside trainer
Native institution
Native @ Soclstldn
inside trainer

No preferance

20
than five weeks to take

such a program. |
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Figure 10: Source of Training
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40 Conclusions

There is a need for ongoing trainingand development of Native community EDO’s. The
results of the survey indicate a gapin skills and knowledge required to perform the
work. There is strong support fo,a special training program for economic development
officers to Native communities. The preferences expressed by respondents for a
program that is modular in its approach to training and is provided by a Native training

institution likely narrow down the choices among existing programs.

Many college and university programs cover various aspects of the knowledge and skill
requirements for EDOs.In addition, one community college offers an accredited
economic development program that is modular in its approach. Another university
offers a certificate program for senior band managers in community, economic and
organization development. To meet the needs of EDOs, a program must address the
issues that are specific to Native communities. In addition, given the political
environment in which EDQO's work, a program would have to be concentrated within @

relatively short time frame so that participants can implement what they learn quickly.

It would appear that there is a role for CANDQ to play in developing and administering

such a program.

There are two broad approaches CANDO can take:

. CANDO can design and develop a new training program tailored to meet
the needs of Native community EDOs; or

. recognize or recommend specific existing courses/programs.

Under the first approach, CANDO must consider the cost of designing and developing a

new program and the extent to which CANDO is recognized as a training institution.

In comparison, the primary consideration under the second approach is the extent to
which existing courses and programs address the knowledge and skill requirements of
EDOs.
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The decision to accredit a program or certify EDOS is a separate issue. Accreditation
and certification approaches are usually selected by occupational groups in order to
ensure that standards are met by the people working in the sector. Accrediting requires
that the courses be measured against an existing set of detailed standards or
guidelines. The process is ongoing as standards change over time. The process can be

very expensive if COUrses are going to be audited, especially at the outset of a program.

The structure of certification programs depends highly on the group to be certified. As
well, the type of certification and the requirements will greatly affect the effectiveness
of the program. If the title is not mandatory to gain employment, there would need to
be an incentive for people to apply. If certification is mandatory, there has to be a

method to recognize qualified people already working in the industry.

The development of occupational standards is represented in Figure 11.

In considering certification, CANDO would need to address several issues, including:

J how to certify existing qualified EDOS;

. recognition and value of the certificate (i. e., to Native community
employers, EDOS and employers outside Native communities);

. the difficulties in developing a common certification program; *
. the cost of certifying EDOS;

J the need to certify all workers;

L4 whether or not people will voluntarily certify; and

. the turnover and stability within the occupation.

If CANDO decides to work with existing courses or programs, there are a couple of
options. CANDO could simply determine the courses that an EDO must take to be
certified by CANDO and identify the educational institutions that deliver those courses.

Thus, anyone who has completed the specified courses from the recognized educational
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Occupationa Standards and Certification Framework
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Figure 11: Occupational Standards and Certification framework
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institutions is eligible for certification. On the other hand, CANDO could develop a
partnership with a single educational institution to tailor an existing program that

CANDO would then accredit.
The key to success will be developing a market for the accreditation. That requires that
EDOS place value on the certification and the process, and recognize CANDO as a

credible certifying or accrediting body.

This initiative will require the commitment of EDOS and the communities they serve.



PART: TWO

NATIONAL TASKFORCE ONEDUCATION AND TRAINING

INTERPRETATION AND RECOMMENDATIONS
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1. Introduction

The purpose of this CANDO report is to detail the
results and recommendations of a survey of the
training needs of Economic Development Officers
(EDO's) and to evaluate how educational
institutions are responding to these needs. On
March 9, 1993 a contribution agreement was
signed between the Royal Commission on
Aboriginal Peoples (RCAP) and the Assembly of
First Nations in collaboration with the Council for
the Advancement of Native Development Officers
(CANDO). in addition, economic development
officers, educators, and sectoral representatives
were invited to participate on a Task Force.
Universities, Colleges and Native education
institutions were canvassed in order to evaluate
existing courses and programs for educating and
training Native (includes status and non-status
Indians, Metis and Inuit peoples) economic
developers.

The methodology used by CANDO was

to:

a) establish a task force consisting
of Native EDQ’s and selected
academics

b) engage a reputable consulting
firm experienced in designing
and  conducting specialized
survey questionnaires:

c) pian for and conduct a national
survey;

d) review and anatyze the resuits of
the survey with the task force;
and

e synthesize the findings, prepare
a written brief and
recommendations based on
resuits obtained from the
research and consultation.

Background:

CANDO was federally incorporated as a
non-profit association in May 1991 as a member-
based organization to support EDQ's in Native
communities nationwide.

CANDO has five main goais, they are:

1. provide a forum for the
membership to exchange ideas,
share information and  solve
problems of mutual concern;

2. build the capacity of EDO's
through ongoing training and

education,;

3. research key economic issues to
assist the Native community from
a policy development/advocacy
perspective:;

4, establish an effective
management capacity, a capable
delivery mechanism and a sound
financial and administrative
structure to assure that overall
objectives are realized and;

5. encourage community-based
business development and
employment.

In order to achieve these goais CANDO
has embarked on several initiatives, including
newsletters and bulletins, regional workshops for
EDO’s, publishing *Mawiomi" a national journal for
Native economic development practitioners, a
national directory of EDQ's, a workbook on
conducting a human resource development
assessment, a facilitators guide to assist in the
strategic planning process, a database of
reference materials for EDQ’s, and the Education
and Training Reference Manual containing over
150 educational institutions across Canada.

The focus of this report is to svnthesize
the findings_of the Training Manuyal and the Price
Waterhouse feport, anaivze what programs and
Qaps exist for Native participants and assess the
need for _a new national acgredited training
program for EDQ's.

Options were proposed and assessed by
the working group for an accredited training
program. The recommendations are made based
on the results obtained from the Price Waterhouse

report, as weii as by consultation with the Task
Force.

The Task Force is made up of the
following people:

Mr. Simon Brascoupg, Carieton

University (Chair),

Ms. Judy Cooko-Whiteduck, Economic

development officer (Co-Chair),

Mr. Darrell Balkwill, Saskatoon District

Tribal Council

Ms. Pat Baxter, Economic Development

for Canadian Aboriginal Women

Mr. Harry Bombay, National Aboriginal
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Forestry Association
Mr. Robert Campbell, Canadian Council
for Aboriginal Business
Mr. Howard Carvill, Yukon College
Mr. Wayne Dunn, Sinaaq Enterprises
Ms. Rainey Jonasson, University of
Manitoba
Mr. Hans Matthews, Canedian Aboriginal
Minerals Association
Mr. David Newhouse, Trent University
Ms. Claire Riddle, Economic Development
for Canadian Aboriginal Women
Mr. Ron Ryan, Sinaaq Enterprises
Mr. Charles Sampson, Walpole Island
First Nation Band Administration Office
Mr. Todd Tougas, First Nations Resource
Councll
Mr. Robin Wortman, CANDO

A list of the above Task Force member’s addresses

and phone numbers are in Appendix B.

Professional development is a high
priority for CANDO and specific training and
education activities that will evolve will provide a
basis for members to receive benefits from their
membership by developing their capacity to
perform more effectively at the community level.

The main goal of CANDO in education
and training is to assist in the building of EDO's
capacity and setting of benchmark training
standards. CANDO has two main objectives
within the training and education phase, they are:

1. to develop need specific training
that will meet the immediate
requirements of Native
communities, through either
CAN DO courses, third patty
courses or, endorsed courses:

2. to establish an accreditation
system that will provide
professional standards and
training for EDO's.

CANDO plans to meet these objectives
in the following manner; for need specific training,
they want to establish licensing arrangements with
qualified suppliers of business planning and
strategic planning in at least five regions in
Canada; next they wish to organize enroiment in
cooperation with local EDO's and share fees with
conductors. They are forecasting a targeted level
of activities of ten courses for 1993/1994. In the
meantime they are looking to hold a series of six
regional workshops that will provide EDO’s with
specific, practical information topics of importance
to them. The topics of importance include market

analysis, joint venturing, pro forma financial
statement preparation, and development
corporation set-up.

CANDO plans to establish an
accreditation system based on the findings of the
national EDO training needs assessment and the
analysis of the training gaps of existing education.
Recommendations have been formulated with the
task force to achieve these goals and are in
section IV. Training Recommendations: Short and
Medium Term.
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Il. Analysis of the Price Waterhouse Report

The contracting of Price Waterhouse (PW)
was done in accordance with the RCAP
Contribution Agreement (Section 2, sub-sections
2 and 3). The overall objective of their task was
to construct and conduct a national survey. The
overall objective of the survey was to determine
the training needs of EDQ's. Price Waterhouse
was also in aposition to explore the EDO's
interest in an accredited program for EDQ’s. The
information which was obtained will assist CAN DO
to design a training program for EDO'’s and to
determine the role of CANDO in such a program.

The methodology used by Price
Waterhouse was divided into three phases. In
phase one Price Waterhouse designed and
developed aquestionnaire (see Appendix C for the
questionnaire and questionnaire resuits are in
Appendix D) under the direction and guidance of
the Task Force which was created in accordance
with the Contribution Agreement (Section 2, sub-
section 1). They (PW) then conducted a focus
group with EDO’s in Edmonton to determine the
response categories for the questions posed in
the questionnaire. The questionnaire was then
pm-tested by telephone, and then finalized with
the feedback from the pre-test. The participants
for the pre-test were chosen at random from the
list of EDO’s provided by CANDO.

In phase 2 Price Waterhouse conducted
the telephone survey. They used their National
Survey Centre located in Ottawa. The interviews
were conducted in French and English based on
respondents language of choice. They (PW)} also
hired three Native interviewers to compliment the
survey centre staff.

As the interviews progressed the Survey Centre
staff entered the responses into the computer
assisted telephone interview system, they then
cleaned and downloaded the data for analysis by
the Statistical Package for the Social Sciences
(SPSS).

In the third and final phase, Price
Waterhouse analyzed, interpreted and synthesized
the results, they then prepared their report on the
training needs of EDO's.

The data base used by Price Waterhouse
was developed using lists of EDO’s which were
supplied by DIAND and CANDO. The data base
started with 3S3 names and was updated with 331
names of existing EDO's. Of the 331, thirty-six
"were not available for the duration of the study”
and twenty-five “declined to participate.’. Inall,
Price Waterhouse was successful in interviewing
165 economic development officers, for a
response rate of 50%. This sample of 165 EDO's
is avery good indication of the consensus of the
population.

Before examining the key findings of Price
Waterhouse in detail we will first identify the key
major knowledge and skill gaps found In the
survey. A knowledge gap exists when an EDO
feels that a knowledge item is very important to
their job, however, the respondent had relatively
insufficient knowledge of that item. A 8kill gap
exists when an EDO feels that a skill Is very
Important to their job but that they had relatively
insufficient skill in that area. The major
knowledge gaps existed in eight areas (see Table
1). Eight major skill gaps exist as outlined in
Table 2.

Table 1 Knowledge Gaps

Know! edge item %X very important to their job X fnsufficient knowledge
Environmental legislation 62 66
Business Corporation Acts 82 52
Economic developmentin Other 62 50
Native communities

Sources of capita 1 91 40
Sources of Labour market 66 51
information

Economic_theory and principles 65 51
Business taxation 63 55
Land and Natural resource 81 46
management
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Table 2 SKlls Gaps
T
Skill e res X very important to their job X insufficient skill in that
e ee

Making presentat i ons B4 40

Assessing business/economic 92 &9

opportunities end plans

Developing plans

Developing e conomi c theory

Motivating e d supporting 82 42

businesses

Fecilitating culturat ® xpression | 64 55 "

ng

Managing natural resources ' 79 62 "

Price Waterhouse Report: 8) iand and natural resource
management.

In the report they found that generally,
EDO’s had between one and five years of
experience in economic development and had
been in their current jobs for between one and
three years. They were well educated, with
approximately 46% reporting they had completed
college or university. However, education levels
differed between Native and non-Native
respondents. A greater proportion of non-Native
respondents had completed post-secondary
education than Native respondents. The majority
of respondents were Native, between 35 and 44
years of age and were male. English was the
working language of 88% of respondents.

The respondents were more likely to say
that they had sufficient knowledge about the
culture of their communities and Government
programs and agencies than about the economic
business information required to implement
economic development plans. Most communities
had plans (i.e. economic, capital, community
development) for the development of the
community, the vast majority of these plans were

in use. There were eight areas where major
knowledge gaps existed. They were:
1) environmental legislation,
2) business corporation acts,
3) sources of capital for funding
businesses,
4) economic development in other

Native communities,

5) sources of labour market
information,

6) economic theory and principles,

7) business taxation, and,

Respondents aiso reported that they
lacked sufficient skilis to adequately implement
economic development plans. Once again there
were eight areas where major gaps existed. They
were:

1) making presentations,

2) assessing business/economic
opportunities and plans,

3) developing plans,

4) developing economic theory,

5) motivating and supporting
businesses,

6) facilitating cultural expression,

7) training and,

8) managing natural resources.

According to Price Waterhouse there
was overwhelming support for a special training
program for EDO's in native communities. There
was aiso a strong desire for an accredited
program.

Price Waterhouse then examined the
organizational environment of the Economic
Development Officers. EDO's worked for a band
or tribal council and there was usually only one
level between them and the governing body.
They found that 70% of the respondents worked
for bands and that the remainder worked for
settlements, district chiefs, tribal councils,
development corporations and Native business.
Price Waterhouse also found that 30% of the
reporting EDO's reported directiy to the governing
body and another 60% had one or two people
between them and the governing body.

They then looked at the role of the
Economic Development Officer. They found that
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79% of the EDQ's described their job as full-time,
however economic development was not their
sole responsibility.  Seventy-six percent of the
respondents said that they did other tasks such
as:
community development,
employment counseling,
business development, and
band management.
For the most part economic
development officers spend their time assisting
people who come to them for advice, evaluating
business plans and preparing proposals and
applications for funding. On average more than
11 people sought their advice or assistance in a
month. Approximately 25% of the respondents
reported that between 5 and 25 business plans
were evaluated per month and 44% reported that
they prepared more than 5 proposals or
applications for funding per month.

B 0N -
==

EDO Knowiedae a8nd Skils:

The next section of this report that will be
examined is the knowledge and skill
requirements of Economic Development Officers
(the complete Price Waterhouse report on Skill and
Knowledge Requirments is in Appendix E). With
respect to knowledge requirements  Price
Waterhouse found the following: in general,
respondents found all of the requirements listed in
the survey to be important to their jobs but some
requirements were considered to be very
important. They gave the following examples,
government funding programs, sources of capital,
and community culture and values were very
important compared to environmental legislation,
economic development in other Native
communities, business corporation acts, the
Indian act, and economic theories and principles.
Overall, 58% of the economic development
officers reported that they had sufficient
knowledge in various areas. However, after
closer examination of the results Price
Waterhouse found that the respondents were
more likely to have sufficient knowledge about
their communities and Government support
programs and less likely to report sufficient
knowledge in items related to the business and
economic aspects of economic development.

Price Waterhouse grouped the knowiedge
requirements into four categories which they
named:

1) government support, which

included government funding

programs, government training
programs, government agencies
in the community and other
support agencies;

2) community issues, which
included land and natural
resource management, economic
development opportunities in
other Native communities,
economic development in
surrounding communities,
community culture and values.
industries in the area and the
Indian act;

3) business theory and tools which
included business corporations
act, sources of capital, economic
theory and principles, business
taxation and home-based
businesses; and

4) external information  which
included environmental
legislation, sources of fabour
market information, education
and training programs.

Prfce Waterhouse found the major
knowledge gap was in the area of business theory
and tools, and external information. They found
that more than 50% of the respondents had
insufficient knowledge of three items related to
business theory and tools, and two items related
to external information. It was noted in the report
that these same items were very important to the
jobs of 60% of the respondents.

Response differences were sepafated into
three main categories: gender, education, and
Native/non-Native. Differences by gender
generated the following results. Women were
more likely to report insufficient knowledge as
compared to men about economic theory and
principles (34% as compared to 54%). The
women also reported less sufficient knowledge
about business corporation acts (24% as
compared to 55%). Native respondents tended to
place greater importance on many knowiedge
items compared to non-Native respondents,
however, the Native respondents tended to be
less confident about the sufficiency of their
knowiedge in a number of areas. According to
Prfce Waterhouse these differences may be due
to educational or cultural differences. They also
found that 80% of Native respondents compared
to 63% of non-Native respondents reported they
had sufficient knowiedge of culture and values of
their communities.  Respondents with higher
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education were more likely to report sufficient
knowledge in government training programs,
economic  development in surrounding
communities, economic theories and principles,
and business taxation.

The other issue of concern is the skill
requirements of the EDO’s. The majority of
respondents thought that all the skills described
inthe survey were important to their jobs. Overall
63% of the respondents said that they had
sufficient skills in various areas. Once again Price
Waterhouse organized the skill requirements into
four groups which they named:

1) economic/community
development  skills which
included developing economic
policy, motivating and supporting
businesses, facilitating cultural
expression, making
presentations, conducting
research, facilitating groups,
counseling people, and
developing your organization;

2) economic/community planning
skills which included assessing
economic/business
opportunities and plans,
developing plans, identifying
economic opportunities, and
negotiating;

3) management skills which
included, training, managing
natural resources, managing
financial resources, managing
people, and managing projects;
and

4) communication  skills  which
Included the following:
communicating in writing, verbal
communication, and networking.

Overall, respondents were most likely to
indicate sufficiency in communication skills and
less likely to report sufficiency in the area of
economic/community development. The largest
gap existed in the developing of economic policy.
Eighty percent of the respondents felt that this
was very important to their jobs, however, more
than 50% of the respondents said they had
insufficient skills in this area. They (respondents)
also felt that they had insufficient skills in
managing natural resources, training and
assessing economic/business opportunities and
plans.

The differences in responses were once
again categorized by gender, education, and

Native/non-Native. Male and female respondents
differed on three skills

1) making presentations, 38% of
females compared to 67% of
males had sufficient skills;

2) identifying economic
opportunities, 49% of females
compared to 76% of males
reported sufficient skills; and

3) developing plans, 41% of females
compared to 66% of males
reported sufficient skills.

There were significant differences in the
perception of Native and non-Native respondents
about the importance of some skills to their jobs
as EDO's. Native respondents were more likely to
report the following skills were very important to
their jobs;

1) developing economic policy,

2) motivating/supporting
businesses,

3) making presentations,

4) conducting research, and

5) negotiating.

The non-Native respondents were more
likely to report sufficient skills in the following
areas;

1) economic/community
development skills,

2) economic/community planning
skilis,

3) management skills, and

4) communication skills.

The level of education of the respondents
made a difference as well, the respondents with
higher education reported sufficient skills in the
following areas:

1) developing economic policy,

2) making presentations,

3) assessing  economic/business
plans and opportunities,

4) identifying economic
opportunities,

5) developing plans,

6) managing financial resources,
and

7 communicating both written and
verbal.

Training and Accreditation:

Price Waterhouse reported that the
majority of respondents had attended some job
related training in the past two years.
Approximately 35% of the respondents had gone
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for more than 25 days of training, 23% of the
respondents said no training whatsoever in the
past two years. Some of the main reasons for not
being able to attend training sessions were; lack
of time (73% reported this to be areason), cost of
training and family obligations (60 and 36%
respective ). Approximately 2/3 of the
respondents repined that the current training
programs met their needs to some extent, and
only 1/5 said the programs met their needs to a
great extent.

An overwhelming proportion of the
respondents, 64%, reported that a special training
program designed for Native community EDO's
would be valuable to them in their jobs. Ninety-
five percent were in favour of accrediting the
programs and 54% of respondents were in favour
of a modular approach to training and the 54%
stated that the training should be given by a
Native training restitution. The responding EDO's
were willing to take the time to go to a program
and §5% of the respondents said they are willing
to spend more than 5 weeks to take such a
program.
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[l Analysis of Education and Training Manual

The Council for the Advancement of
Native Development Officers (CANDO) canvassed
universities, colleges and native educational
institutions in order to evaluate existing courses
and programs for educating and training of Native
economic developers. This was done in
accordance with the Contribution Agreement
Section 2.

In 1991 CANDO was funded by
Employment and Immigration Canada’s “Pathways
to Success Program’ National Aboriginal
Management Board, to conduct phase one of the
Identification, Facilitation, Evaluation and
Employment (1. F. E. E.) project.The goals of the
first phase were simple: to conduct a needs
assessment of native EDO’s to discover what
skils, knowledge or training weremost
appropriate to their circumstances, and then to
compile a National inventory of courses of study,
seminars or other forms of training available to or
applicable to Native EDO's.

The 1993 Education and Training
Reference Manual represents the second phase of
the project. It is the first of what is intended to
become an annual series, and includes complete
program information from over 150 institutions.
The manual is directed primarily towards Native
EDO’s, students, and prospective students. The
publication is a major achievement for CANDO
and wiii be a valuable tool for those interested in
continuing their education.

Having conducted the needs assessment
and compiling the manual, CANDO will continue
its work developing and improving courses and
seminars, by conducting workshops for native
EDO’S, and through its other publications and
member Services.

The Education and Training Reference
Manual is a comprehensive guide to business,
economics, and development programs at the
post-secondary institution level across Canada.
If you wiil recall, itis designed primarily for use by
Native EDO’S who are interested in furthering their
education. There are almost three hundred
separate post-secondary programs listed in the
manual. Programs are categorized by regions:
Atlantic, Central, North and Prairies, and Pacific.
Within each region, schools are listed
alphabetically, and where a school has more than
one program, the programs are also listed
alphabetically. The manual presents a summary
of information found in course calendars and

other publications provided by the institutions to
CANDO. Included are: type of institution, type of
program, programs designed for native
participants, entrance requirements, course
content, length of program, location of program,
delivery method, certitication, costs and other
information including a contact name for further
detailed information. There are six parts to the
cross-reference index. They are:

Index A: table of contents, which
lists the institutions by
region;

Index B: Native programs, which

lists the institutions that
have programs
specifically designed for
Native participants;

Index C: Entrance requirements,
which list the institutions
by level requirements
one through five;

Index D: type of program, which
lists programs according
to their type or contents.
Programs fall into
severai generai
categories: economic
development, business
administration,  native
studies, public
administration,
community socio-
economic development,
university-level
commerce ofr
economics, and other.;

Index E: Type of institution, this
index lists institutions by
type. institutions usually
fall into one of the
following categories:
Native Community
college, Native training
institution, Community
college, University,
Vocational institute, and
other.;

Index F: Cost of program, which
lists institutions by
annual cost for tuition
only.

There are eighty nine programs which are
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specifically designed for Native participants (see appendix A). Institutions by geographic location,
certification, length and by type are listed In Table 3.

Tahle 3 [nstitutions by Geoonpical Locations

e e TN T e T

University of New
8runswi ck
(Atlantic)

m= —
Institution e d One yesr or less Two-yeer di ploma Degree Other
Geograph i c recognition or or certificate
location certificate
- or— VN

Eligibility to
transfer into e
degree program

Big Trout Leke
Training Program
{Central)

Non-credited
certification.

Cambrien
College(Central)

Diptoma

Cambrian Cot lege

Diploma

Cambrian College

Diploma

Carleton
University
(Central)

Bachelor of Social
Work Honours(4yrs )

Conf *ret i on
College of Applied

Certificate of
comptiet jon i f the

Arts and student IS
Technology registered with
(Centrat) the College

Confederation

Post -secondary

College of Applied Diploma
Arts e nd

Technotiogy

(Central )

First Nations Diptoma

Technical
Institute(Central)

Lambton 11 month
College(Centrat) administration/
management
certificate
Lambt on 10 meek
College(Central) certificate

Lembton Col lege-

12-36 week Bend

Riverside Campus management
certificate
Lambton Col lege- 10 week
Riverside Campus certificate
Lambton College- 16-20 week
Rivers ide Campus certificate
Lambton College- 10 ueek
Riverside Campus certificate
Lambton Cot lege- 11 month
Riverside Campus certificate
Lambton College- 20 ueek
Riverside Campus certificate
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rm

nstitutione nd One year or (ess Two-year diploma Degree Other

® ografitic recogniti m or or certif icate

ocation certificate

cHaster No formal
niversity certification
Centrat)

rent University
Central )

Master of Arts(2
years )

rent University

4 year Bachelor of
Arts

rant University

3 year Bachelor of
Arts

rent University

Diploma

.ativik School
joard(Central)

No formal
certification

lative Training
nstitute of
Juebec(Central)

Continuing )
education unit

lative Training
nstitute of
juebec

1 year certificate

lative Training
Institute of
luebec

Continuing
education unit

ientre-Lessger
itave Lake(North
ind Prairies)

\(berta Vocational

20 weak
certificate of
comptetion

Jlue Quills First
iation
soliege(North and
drairies)

Certificate(!
year )

Diptoms

Fairview
college(North and
Srairies)

none ® stablished

iaskwachees
Communi ty
Cotlege(North and
Prairies)

8and management
certificate

Haskwachees
Community College

Post -secondary
certificate

Maskwachees
Community Collage

8 month Post-
secondary
cart i ficate

Maskwachees
Community College

Diploma in general
S!lﬂio S

Nechi Institute

30 day certificate

Northern Alberta
Institute of
Technology

(N. A. I. T.)(North
and Prairies)

non-credit
certificate
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= T y —

Institution e d One year or Ll e ss Two-year diploma Degree Other
ieograpnic recognition or or certificate

iocation certificate
.A 1.7, 5 day Basic
Bus i ness
Management
Continuing
Education
Certificate
AT Non-credit
certificate
ALLLT Non-credit
certificate
awsrced o fter 17
months
otd Sun Community Certificate(l
Col lege(North and year )
Prairies
Southern ALberta Certificate

Institute of
technology (North
ana Prairies)

(duration unknown)

University of
Alberta(North and
Prairies)

& yesr Bachelor of
Arts (Native
Studies)

University of
Calgary SNorth and
Prairies

& year Bachelor of
Arts

University of
Lethbridge(North
and Prairies)

4 year gacheior Of
Mansgement

University of

Certificate (1

Lethbridge vear)
University of Recognition of
Lethbriage training
certificate(2-15 '

day workshops)

University of
Lethbridge

Recognition of
training
certificate(2-7
weeks )

University of

Recognition of

Lethbridge training

certificate
Assiniboine 10 month non=
Communi ty specified
College(Northe nd certification(no
Prairies) entry)

Keewatin Community
Cotlege(North « d
Prairies)

40 week
certificate of

® ttairsnent in 8and
e nd Northern
Communities

Red River
Communi ty
Coliege(North « d
Prairies)

Certificate(l
year)




‘ Council for the Advancement of Native Deveiopment Officers - FINAL REPORT Page 12

Institution e d

ieographic
locet | ON

One year or less
recognit i m or
certificate

Two-year diptoma
or certif icate

Degree

Other

Jniversity Of
fanitoba( North and
‘rairies)

Certificate

fetiow Quill

ol lege(North and
‘rairies)

No specified
certification

Aretic College-
Thebacha

sampus( North e Nd
Prairies)

Diploma

Arctic College-
Thebacha Campus

Certificate( 1
year )

Diploms

Aretie Col Lege-
Yel lowknife Campus

5 4 week moduliars,
certificate

e uarded after
compietionof e ach
leve i

Yel lowknife Camous

Arctic Colliege-

Diptoma/
Certificate

Arctic College-
Yel lowknife Campus

8 month

Certificate in
management or
native Studies

ATII1 Training
inc. (North and
Prairies)

Courses can be
credited to Arctic
College’s
management studies
program

Denendeh Nationel
Of fice(North and
Prairies)

1-3 years on the
job @ xparianca
combined with
academic training

Nunavut -
Sivuniksavut(North
e nd Prairies)

8 month Algonguin
College
Certificate

North West

Regi ona L
College(North and
Prairies)

No information

Saskatchewsn
Indian Federated
College (SIFC)
(North and
Prairies)

Bachelor of
Administration(32
classes)

Saskatchewsn
Indian Institute
of
Technology(North
e nd Prairies)

Diploma in
Business
Administration

Saskatchewan
Institute of
Applied Science
o nd
Technology(North
and Prairies)

Certificate (1
year )

Diploma
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i
insti tution and One year or less Two-year diploma Degree Other
ieographic recognition or or certificate
,ocation certificate
iFC & semester
Certificate of
Administration
yIFC Certificate in
continuing
education(8 e ach
32 credit hrs over
2 _semesters)
JIFC 8achelor of
Administration
Dipioma
fouchwood File Diploma
1ills Qu'Appelie
Iribal
sounciL{North e ti
>rairies)
University of Bachelor of Arts
Saskatchewan in Native studies
(3 yr general
degree, 4yr
honours )
fukon 8 month Diptoma,
ol lege(North and 12 month
rairies) Certificate
hemainus Native Diploms in
tollege(Pacific) Business
Management
coquitiam Certificate in Diptoma in
Coliege(Pacific) Business studies(1 Business
year ) mapnagement
Kitsumkalum Band Certificate(10.5
Council (Pacific) months )
Native Education Joint Certificate v
Centre(Pacific) from W.E.C. and
Vancouver
Community
College(10.5
months )
Native Education No e ntry
Cent_re
Nicols Valley Certificate(l 0iploma
Institute of year)
Technology
(N. V.1.T)¢Pacific)
N. V.1, T Diploma
NV T Level 2, 6 week Level 1, 2 weexs
Certificate accredited
courses, Level 3,
24 weeks-Diploma
N.V.1.T. 7 weeks no
certification
N.V.I.T Certificate(l Diploms
vear )
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TR — ]
Institution e d me year or \ess Two-year diploms Degree Other
Geographic recognition or or certificate
location certificate
N.V.I.T University
transfer credits
(1 year)
North Coast Tribal Certificate(10
| Council(Pacific) months )
Northern Lights Certificate in
College(Pacific) basic Band
Management

skills(108 hrs. )

Okanagan Certificate(180
College(Pacific) hrs. )
Sal'ltshan No information

Institute(Pacific)

Toti: tthet 2 semesters:
Centre(Pacific) coursese €
transferable to
the University
College of the
Fraser valley

University of Certificate(2
British Columbia weeks )
(U. B.C) (Pacific)
u.B.C. Certificate(S
days )
u.B.C. NO formal

certification

End of Table 3 -

From Table 3 it Is clear that there are several programs across Canada that Offer participants the
opportunity to attain anything from a certificate of completion all the way through to a masters degree.

-

Table 4 divides the institutions by type; i.e. community college, university, native training institute,
native community college, vocational institution,and other.

Table A lnstitLtions by Type
— —
Native Native Training | Commmi ty University Vocational Other
Community Institution College ' Institution
College
Chemainus Big Trout Lake Arctic Col lege- Carleton Alberta ATII Training
Native College Training Thebacha campus Vocational Inc.
Program Centre
Lambton Native peoples Arctic college- | McMaster Nicola Valley Denendeh
College Technical Yellowknife Institute of Nat 1onat
institute campus Tech. Office
Lambt on Kat ivik School Assiniboine T rent N.ALT Kitsm*llup
College- Board Communi ty Band Council
Riverside College
Camous
Yellow Quill N.E.C. Blue Quills University of S.ALT Nunavut
First Nation Alberta Sivuniksavut
College
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— g
Native Native Training | Community University Vocational Other
Community Institution College Institution
College

Native Training Cambrie n u.s.c.
Institute of College
Quebec
Nechi Institute | Confederate ion University of
Col lege of Calgary
Applied Arts
e d Tech.
North Coast Coquitium University of
Tribal Councilt Cot lege Lethbridge
Red River Fairview U.N.B.
Communi ty Colle ge
Cotle ge
Sal'l'shan Keewatin SIFC
Institute communi ty
cot lege
Saskatchewan Maskwachees
Indian cutturat
Institute of col lege
Technology

Toti:lthet
Centre

Northern tights
colie ge

North West
Regional
College

Yukon College

Okanagan
Col lege

Old Sun
Community
Col lege

Saskatchewan
Institute of
Applied Science
snd Technology

Touchwood File
Hills
QuiAppelle
Tribal Council

]

From tables 3 & 4 we notice that there
are several native training institutions and colleges
offering programs to native panicipams. There
are also many non-native institutions offering
programs for native participants as well. There
are six universities across Canada that offer a
Native studies program accompanied by two
community colleges and one Native training
institution. The universities include: University of
New Brunswick (U. N.B.), Trent University,
University of Alberta, University of Calgary and the
University of Saskatchewan. The two community
colleges are Cambrian College and Arctic College
and the Native training institute is the Sall'shan

ingtitute. There is oniy one Native college and
one vocational institute that offer economic
development programs - they are Yellowquill
college and the Nicola Valley Institute of
Technology. For the public administration
program there are two universities (University of
Lethbridge and Saskatchewan Indian Federated
College), three community colleges
(Confederation College of Applied Arts and
Technology, Maskwachees Cultural College, and
Arctic College), one Native training institute
(Native Education Centre), three vocational
institutions (Alberta Vocational Centre-Lesser
Slave Lake, Northern Alberta Institute of
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Technology, and Southern Alberta Institute of
Technology) and the Kitsumkalum Band Council.

The socio-economic development program has
four universities (Carleton University, McMaster
University, University of Manitobaand University
of British Columbia) and three community
colleges (Northern Lights College, Assiniboine
Community College and Arctic College) allotted to
It. The business administration program has three

universities (Trent University, Saskatchewan Indian
Federated College and the University of
Lethbridge), eight community colleges

(Confederation College of Applied Arts and
Technology, Blue Quills First Nation College,

Maskwachees Cultural college, Old Sun,

Touchwood File Hills Qu'Appelie Tribal Council,

Arctic College, Saskatchewan Institute of Applied
Science and Technology and North West
Regional College), one Native college (Chemainus
Native College), six Native training institutions
(First Nation Technical Institute, Native Training
Institute of Quebec, Kativik School Board,

Saskatchewan Indian Institute of Technology,
Yukon College and the North Coast Tribal
council), one vocational institute (Northern
Alberta Institute of Technology) and, one other
type of training Institution, ATl Training Inc..

There is only one Native college for the office
administration program, and it is Lambton
College. Lambton College is also the only
supplier of a small business administration
program. The university level commerce
programs aimed at Native participants are found
at Trent University, Saskatchewan Indian
Federated College and the University of
Lethbridge. The entrepreneurship program Is
offered by one vocational institution (Nicola Valley
Institute of Technology) and one Native training
institution (Native Training Institute of Quebec).
Management training is only found at the Nechi
Institute, which is a Native training institution. The
computer administration program is given by
Maskwachees Cultural College, a community
college.  Native administration programs are
offered by one community college (Keewatin
Community College) and one vocational institution
(Nicola Valley Institute of Technology). A
program for land claims is given by Nunavut-
Sivuniksavut. Northern Lights Community College
is offering a program in Band administration.
Totl:ithet, a Native training institution, and
Okanagan, a community college, are the two
institutions offering adult education programs(for
actual course content and location see Appendix
A).

There is not one institution listed that
responds to the immediate needs of EDO’s. By
this we mean that there are knowledge and skill
gaps in each program, therefore, there is a need
to adapt these existing programs so that they
meet these need requirements. The knowiedge
requirements we are referring to are:
environmental legislation, business corporation
acts, sources of capital, economic development in
other Native communities, sources of labour
market information, economic theory and
principles, business taxation, and, land and
natural resource management. The skill
requirements that we are referring to are; making
presentations, assessing business/economic
opportunities and plans, developing plans and
economic theory, motivating and supporting
businesses, facilitating  cultural expression,
training, and managing natural resources. We
reiterate the fact that Price Waterhouse found that
there was an overwhelming  support for an
accredited training program for Native EDO’s,so
that the specialized needs of the Native EDOS
could be met. There are benefits to such a
program, It would be nationally coordinated, there
would be cooperation between institutions, and a
national curriculum would be adapted and
developed. The need for more than one partner
is simply due to the fact that not one institution
could offer all the relevant courses, and the costs
would be too high for one institution to handle on
fts own.
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IV. Training Recommendations: Short and Medium Terms

The purpose of this report Is to bring to
the attention of the Royal Commission on
Aboriginal Peoples the need to develop,
Implement and test a program of accreditation for
Native economic development officers for Native
communities, and Native economic and financial
institutions. The Price Waterhouse needs
assessment report indicates that the preference of
economic development officers is for a modular
accredited course delivered by a Native
institution.

Before moving to the recommendations,
we will highlight the key findings in the Price
Waterhouse report, and brief the reader once
again on the Education and Training Reference
Manual. There were several key findings in the
needs assessment report.  Price Waterhouse
established that there were major knowledge gaps
in eight areas aSWell as eight skill gaps in various
areas. The major knowledge gaps were:
environmental legislation, business corporation
acts, economic development in other Native
communities, sources of capital, sources of
labour market Information, economic theory and
principles, business taxation and land and natural
resource management. The eight major skill gaps
were:  making presentations, assessing
business/economic opportunities and plans,
developing plans, developing economic theory,
motivating and supporting business, facilitating
cultural expression, training and managing natural
resources. They also established the
overwhelming desire of economic development
officers for an accredited modular program to be
delivered by a Native institution (95%in favour of
accreditation, 54% in favour of modular training
given by a Native institute).

The Education and Training Reference

Manual is acomprehensive guide to business,
economics, and development programs at post-
secondary Institutions across Canada. Itis
designed primarily for use by Native EDO’s who
are interested in furthering their education. There
are almost three hundred separate post-
secondary programs listed In the manual.
Programs have been categorized by region:
Atlantic, Central, North and Prairies, and Pacific.
Within each region schools are listed
alphabetically and where a school has more than
one program, the programs are again, listed
alphabetically. The manual presents a summary
of Information found in course calendars and
other information provided by the institutions to
CANDO. Inciuded in the summary of information
are: type of institution, type of program, programs
designed specifically for Native participants,
entrance requirements, course content, length of
program, location of program, delivery method,
centification, costs and other information including
a contact name at the institution for more detailed
information.

There was a total of 32,680 businesses
which were reported to have been owned or
operated by Native adults according to Statistics
Canada. There are 18,825 businesses which are
presentfy owned and or operated by Native
adults, and there are 34,105 potential businesses
which have been reported to Statistics Canada for
the year 1991.

The next topic of concern is the
Statements of Intent received by Industry Science
and Technology Canada for the Aboriginal
Business Development Program, and¢hose which
were approved. They will be broken down by
province and the numbers in Table 5 represent
totals from 1989-1994.

Table 5 Statements of Intent

S—
Province Statement of Intent recejved Statement of Intent approved
Alberta 1772 577
British Columbia 1929 518
Manitoba 1596 575
New Brunswick 038 194
Newfoundiand 234 62
Northwest Territories 499 225
Nova Scot i a 251 231
Ontario 1757 866
Prince Edward Island 62 24
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Quebec 1119 491
Saskatchewan 1369 437
Yukon 151 70
— o _ " ___

—_———_ _____
Source: AboriginalEconomic Programs QOttawa, Ontario

For ail the reported projects the costs far
exceeded the authorized assistance provided. In
the Goss Gilroy report it was stated that only
10.7% of all Aboriginal Business Development
Program assisted Native businesses failed. The
majority of the businesses (71.7%) examined by
the report were found to be profitable or to be
experiencing small losses (less than 10% of
revenue). They found that businesses receiving
more than $50,000 in assistance, reported
profitability or small losses in aimost 75% and
only 5.3% of the businesses receiving between
S50,000 and $250,000 dollars had closed or failed.

There is significant unemployment among
Native peoples. Unemployment among Native
adults aged 15 and older was almost 25% In 1991
according to the (APS) Schooling, Work and
Related Activities, Income, Expenses and Mobility
Survey. Native businesses will be the major
generators of new jobs in the future. Therefore
there is a definite need for well developed
business plans. Thereader will recall that the
EDO's that were interviewed reported that they
evaluated anywhere between 5 and 25 business
proposals per month. In order to do more with
existing resources, based on the projected
increased demand for business support services,
training of EDQO’s will assist in increasing their
capacity and efficiency.

Case Studv: University of Waterioo

The following is a case study of a
modular accredited program between the
University of waterloo and the Economic
Developers Association of Canada (EDAC). The
EDAC Is a non-Native association as is the
University of Waterloo. The University of Waterioo
offers two economic development programs, a
certificate program and adiploma program,
neither program is specifically designed for Native
participants. We will analyze the certificate
program first. The entrance requirements for this
program are level 1, which indicates that ail
interested Native persons are encouraged to
apply. There are fiie key components which
comprise the course content of this program.
They are; communicating the role of the
economic development officer, information

gathering, processing and dissemination, team
building, opportunity and impact identification,
and business development. Each participant is
required to submit an essay on one topic from a
range of topics within one year of attending each
year’s session of lectures. This program is two
years in iength, with one week of intensive course
work each year, it is offered in Waterloo, Ontario,
with year one also offered in Calgary, Alberta.
The delivery methods used by the program are;
lectures, field projects and case study work. The
University of Waterloo Certificate in Economic
Development Is offered in collaboration with the
Economic Developer’'s Association of Canada
(EDAC).

The second program offered by waterloo
Is the Diploma program. This program has alevel
5 entrance requirement.  This means that,
applicants must have obtained the Economic
Development Centificate offered by the University
of Waterloo in conjunction with the EDAC. There
is no specified length of the program, however we
know that the seminars that are and were offered
In 1993 are two days in length. The course
content of this diploma program is two
specialized seminars and one research paper.
There are four seminars to choose from, they are:
entrepreneurship activity and local development,
the roie and Impact of tourism on economic
development, “change is”, and once again the roie
and impact of tourism on economic development.
The seminars are offered respectively, May 12-14,
June 17-19, September 8-10 and October 21-23.
The seminars are given all across Canada, using
the four that are presented here they were offered
in Ingersoil, Ont., Fredricton, N. B., Edmonton,
Alberta and Kananaskis Village, Alberta
(respectively). Obtaining this Diploma is one way
of fulfilting the basic educational requirements set
by the EDAC as a prerequisite for candidacy for
the Cenified Economic Developer (Ec.D)
designation. Other requirements include three
years of professional economic development
experience, successful completion of an
examination, and membership in EDAC.
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Options

We are now in a position to discuss the
options that emerged at the follow-up meeting of
the task Force. Present were Simon
Brascoupe(chair), Pat Baxter(EDCAW), Ron
Ryan(Sinaag, Ottawa), Marli Ramsey (Price
Waterhouse), Judy Cooko-Whiteduck(co-chair),
and Hans Matthews (Canadian Aboriginal Minerals
Association). The Task Force reviewed the needs
assessment report in detail and discussed the fact
that there was a definite need for an accredited
program for Native development officers. The
Task Force developed the following three options:

oL aNational pilot,
2. a Regional pilot, and
3. a National program.
National Piot:

The national pilot has the following unique
features to it: t would involve two or more regions
and the stakeholders would be regional
institutions. The development of the pilot would
be as follows: 1. a program officer would be
reguired to adapt existing programs listed in the
manual and develop core accredited courses: 2.
there would be the formation of a steering
committee of stakehoiders; 3. in developing the
program there would be extensive consultations
with Native communities and partners; 4.
negotiation may be required with post-secondary
institutions; 5. CANDO would then formulate a
curriculum and develop some course
components; 6. the development and approval of
the plan would be required followed by the actual
implementation of the plan. The program itself
would be available in more than two regions, the
curriculum would be adapted in consultation with
Native partners, delivery would be by a Native
institution and/or CANDO, the courses would be
accredited by a college and/or university, the
courses would be modular i.e. 24 weeks in
length, the program may have some distance
education component, and CANDO would need
aminimum of 15 participants.

There will be a one year and a two year
assessment of the pilot, an assessment of the
courses and delivery agent, an assessment of the
locations and logistics of the programs as well as
an assessment of the participant’sperformance.

There are always strengths and
weaknesses to every program. Some of the
strengths of such aprogram are: national status,
pilot entire concept and evaluation of impact. The
weaknesses are we may not be able to detect
regional variances and costs such as travel and

administration nationwide.

Regional Plot:

The second option is the regional pilot.
It has two key features:

1. CANDO works with Native

communities and organizations,

and

2. this program is designed to

meet specific local needs.

The development of this program is very
similar to the development of the national pilot.
The program itself is once again quite similar to
that of the national pilot. The only differences are
that the program would be available within a
specified area and location and participants could
come from outside the region. The
measurements would be identical to those for the
national pilot. The strengths of such a pilot are:
strong tocal delivery ( training alliances and/or
some costs may be paid for at the local/regional
level), a pilot concept with local strengths and
evaluation of impact. The weaknesses are:
lessons learned may not apply nationally, CANDO
may have problems getting funding, there are
uncertainties in the delivery and unit costs maybe
high.

National Program:

The national program has the following
two key features:

1. #tis nationally focused and
2. it has many stakeholders.,

The development of such a program
requires the following items: program officers to
develop such a program, the formation of a
national steering committee of stakeholders,
consultation will have to take place with Native
communities and partners nationally, there will
have to be negotiations with multiple post-
secondary institutions and the formulation of a
curriculum, there will be development of some
course components followed by the development
and approval of implementation plan and
implementation of plan. The program itself would
be available within specified geographic locations
(3-5 areas). The curriculum would be developed
in consultation with Native partners and would be
delivered by Native institutions, non-Native
institutions, and/or CANDO. The courses that
would be accomplished would be accredited by
a college and/or university and they would be
modular in format. The program may have some
distance education component and CANDO
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would require participants for 3-5 locations, wtth
aminimum of 15 participants per location. There
will be a one year and a two year assessment of
the pilot. There will also bean assessment of the
courses and delivery, the locations and logistics
and of the participant’s performance.

The national program has the following
strengths: national status, can pilot the entire
concept In all regions and evaluation of impact.
The weaknesses of such a program are: the
complexity and high risk involved, negotiations
may cause staggered delivery and there may be
time delays in establishing partners.

The options once again were a national
pilot, a regional pilot and a national program. The
option that was preferred by the Task Force was
option 1, the national pilot. The reasons being, t
has National scope, but within manageable and
specified regions, it will be more manageable in
terms of funding through “Pathways"and it will be
more manageable in terms of size and scope.

Recommendations

1. CANDO recommends that a
national accredited program be
supported to meet the training
needs of EDO’s;

2. CANDO recommends that a
partnership be established with
Canadian universities  and
colleges, Native communities and
Native training institutions to
develop and deliver accredited
training programs for EDQ's;

3. CANDO recommends that a
partnership be established with
Canadian businesses and
financial institutions to provide
support for accredited training
and development initiatives of
Native EDO's;

4. CANDO recommends that the
core funding of the national
accredited program be
supported by Human Resources
and Labour. DIAND and ISTC.
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V. Training Recommendations: Long Term

CANDO has formulated some long term
recommendations related to training which
support the short and medium term
recommendations, as well as scoping out
management and administrative training needs in
support of self-government and economic seif-
sufficiency. These recommendations have been
developed by the CANDO board in conjunction
with the task force.

1. Recommendation: CANDO recommends that a
comprehensive study/survey of the human
resource capacities of Native communities
economic and business development be
undertaken to determine the types of training
required.

Discussion:

entire Native community survey
to attain information on training

needs

existing data will be used where
possible

sample surveys will be done
nationally

a national steering committee
would oversee process, and
CANDO would manage the entire
project because of their
experience with the EDO's needs
assessment report and the
Education and Training
Reference Manual.

2. Recommendation: CAN DO recommends that
the Government of Canada establisha non
political, professional Native-controlled and
operated Agency for Native Peoples, Business,
Management and Administration (hereinafter
referred to as“Native controlled Training Agency”)
with volunteer board, mandated to coordinate and
deliver affordable, relevant, and accessible
education and training in the field of community,
business, and economic development of Native
communities.

Discussion:

There is a special need to develop policy
supporting a Native controlled Training Agency.
The training of senior management and
administrators is necessary to ensure that Native

people can acquire a high level of knowiedge,
skills and teds to manage their economies in a
manner consistent with their values, situation and
local economies. The institute will:

. provide small business training
for Native peoples entrepreneurs
and managers.
have First Nations accreditation
of teachers and degree
programs:
provide consulting services
across Canada and locally for
Native peoples;
develop innovative methods of
teaching through satellite and
distance learning;
provide for training of trainers:
working  cooperatively with
educational institutions and the
private sector, especially banks
and other financial institutions:
the institute will need
core funding for the first
5 years; and
training could be financed
through existing EIC sources and
status Indians through post-
secondary education for
university and college accredited
courses.

3. Recommendation. CAN DO recommends that
the Government of Canada devolve six person
years to the Council for the Advancement of
Native Development Officers in support of the
Council’s efforts to coordinate education and
training for Native people across Canada.

Discussion:

Thesix pereon years will be responsible

for the following tasks:

. consultation and coordination at
the community level. (2 person
years);
the development of curriculum in
identified gaps. (2 person years);
and
consult and negotiate for training
courses with Native educational
institutions,  universities  and
colleges. (2 person years)
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4. Recommendation: CANDO recommends that
the Government of Canada, through the Native
controlied Training Agency enhance the capacity
of Natlive Education and Training Institutes to
design and deliver, under the direction of the
Native controiled Training Agency, culturally
sensitive curriculum for Native community,
business, and economic development.

Discussion: There is a significant need to provide
training for Native peoples which would contribute
to economic development and self-government
within communities. The training and support are
necessary to assist Native peoples in increasing

the capacity of their staff by providing the
opportunity of training, curriculum development,
software development, research and development,
and training of trainers.

The training initiative woutd build on
existing Native peoples institutions, formation of
Institutions and courses where there are gaps,
and development of innovative alliances in highly
technical fields when appropriate.

The training initiative would provide for
the accreditation of courses, teachers and
curriculum by Native peoples institutions.

VI Summary

We would like to reiterate the fact that
there is a need for an accredited program that will
meet the knowledge and skill gaps that exist. The
reader will recall, the knowledge gaps we are
referring to are: environmental legislation,
business corporation acts, sources of capital,
economic  development in other Native
communities, sources of labour market
Information, economic theory and principles,
business taxation, and land and natural resource
management.  The skill requirements we are
referring to are: making presentations, assessing

business/economic opportunities and plans,
developing plans and economic theory,
motivating and supporting businesses, facilitating
cultural expression, training and managing natural
resources.

The program should be accredited,
modular, delivered on the reserves and be given
by a Native training institute. Most importantly, it
should be aprogram that is designad to meet the
specific needs of the Native EDO’s.



